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SENIOR INTELLIGENCE SERVICE

Conversion to the New ES Rates

An integral part of the new SIS and its implementation is the conversion
of existing supergrade personnel to the new ES rates. In all cases, an
initial decision must be made on the ES level at which each supergrade officer
wlll be compensated.

Based on the existing GS pay rates for supergrade personnel and without
- regard to the existing statutory limitation of $47,500, a logical conversion
table of SPS and supergrade levels to the new, albeit compressed, ES scale
can be developed. One such table is attached aé Tab A. Based on the
30 June 1979 encumbent grade and salary profile, the number of pérsonnel
who would be converted to each of the ES rates consistent with the table
in Tab A is summarized in Tab A-1.

Initial conversion of our senior staff consistent with Tab A (or
some similar alternative geared to the existing pay range) is not feasible
for two principal reasons:

(a) Positions occupied by 5PS and supergrade officers are
not graded by steps.
(b) Officers selected for the SIS cannot receive a salary
less than that payable at the time of conversion to an ES rate.
Consequently, any conversion proposal ﬁust recognize these constraints.

A proposed inltial encumbent conversion séhedule is attached as

Tab B. The conversion rates are based on the constraints noted. above,

in combination with the conversion table attached as Tab A for officers
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now in or above SPS-6, GS-16/7, and GS~17/2. The conversion table shown
in Tab B would be the minimum considered viable (i.e., would place the
maximum possible number of SPS and Supergrade officers at the ES5-1 and ES—2
level) and would make essentially no provision for long overdue salary
increases for employees whose salary has been "frozen" at the $47,500 level
beyond the increases inherent in the new ES rates. Thié conversion table
has the dlsadvantage of providing ;o increase in salary to officers at
the base of the SPS and GS-16 grades, and only a token increase for those
at SPS-Z and GS-16/2. The increase for current EP~IV officers would be
$2,800 and increases for the remaining officers would range from $750 to
$4,300. Based on the conversion table in Tab B, the ES profile of
30 June 1979 encumbents at the SG, SPS, and EP-V and EP-IV levels is
summarized in Tab B-1l.

Given the grades and steps held by éur existing staff (i.e., as of
30 June 1979), a maximum of 12 GS=16 and SPS officers could be paid at
the ES-1 rate, and a maximum of 35 at the ES~2 rate. As is apparent,
the end result Wou%d be compression at the ES-3 and ES-4 rates. Over time,
and assuming thé étatutory ceiling on executive pay is lifted and thei

ES rates are adjusted annually along with the GS schedule, the "compres—

sion" should be reduced and eventunally eliminated.
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Cost Comparison

As of 30 June 1979, the Agency had a total -of- officers in grades STATINTL
EP-IV, EP-V, SPS, and GS~16 through GS-18. The ICS has a total of STATINTL
officers 1n these grades. Tab C provides details for both CIA and ICS.

The aggregéte CIA annual direct payroll cost is Bl illion. Convef— STATlNTL
sion of these officers to the new ES rates consistent with the conversion

table attached as Tab B would res.;lt in aggregate annual compensation of

just over M nillion. Tab D provides more detailed data.

In sum, conversion of the Agency's 30 June 1979 senior staff who
would constitute the SIS would result in increased annual payroll costs
of some - (assuming the ES rates as proposed by the President
to become effective 1 October 1979 are approved by the Congress). The
actual increased annual base salary cost could be greater if conversion
is not made consistent with the proposed conversion table (Tab B). S17\TINFFL
Increased costs will also accrue when all ES positions (currently-
are filled and compensated at ES rates.

In addition, p_g:rformance awards and stipends will add to the increased

-

costs of the SIS. Such costs are addressed in the following section.

Awards and Stipends

The Civil Service Reform Act establishes a system of performance

awards and stipends for the Senlor Executive Service which, if adopted

for the Agency SIS, could cost a maximum of _ annually.

The total number of performance awards may not exceed 50 percent of the

STATINTL

total number of SIS positions. In the case of CIA and assuming no change
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in the current number of ceiling positions involved, [l performance awards

could be granted. The number of stipends also is limited and for CIA could

not exceed a total of some-

Performance Awards

Performance awards of up fo 20 percent of base salary may be granted
to SIS members whose performance.is rated "Fully Successful" or better by
their supervisors. The Agency Ferformance Appraisal Report (PAR) wiil be
the primary basis for determining eligibility for a performance award.

An SIS member who has received an overall evaluation of 5 or better aﬁd

a rating of no less than 5 on each individual duty may be recommended for
a performance award. Rating officers must recognize that the numbef of
performance awards is limited to 50 percent of the total number'of ES

positions and should recommend awards for only the most deserving officers.

Meritorious Executive Awards

Meritorious Executive awards may be granted to SIS members for excel-
lence in the performance of their duties. To be eligible for a Meritorious
Executive award, an SIS mgmber must have an overall PAR rating of 6 o£
better with ratings of at least 6 on all individual duties. Rating officers
should recognize that not more than 5 percent of all SIS members may be

granted a meritorious executive award and should recommend only those who

clearly deserve such recognition.

Distinguished Executive Awards

A Distinguished Executlve award may be granted to a limited number

of SIS members for atypical performance which is judged to be truly
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outstanding. To be eligible for a Distingﬁished Executive award, an SIS
member must have an overall PAR rating of 7, ratings of 7 on most
individual duties, and a rating of no less than 6 on any individual duty.
Such awards may be granted to not more than 1 percent of the total SIS

staff,

Awards Costs : .

Aggregate potential totral annual costs are summarized as follows:
Performance Awards
- STATINTL

Meritorious Executive Awards

Distinguished Executive Awards

| The actual annual cost is of course not known, but undoubtedly‘will be
considerably less since all performance awards will not be made at the
maximum 20 percent of base pay allowable. Fdr purposes of discussion
and until the Agency has an experience factor on which to base future
estimates, we suggest using an annual estimate of awards costs of $1.7

million.  This estimate is based on the award/stipend profile attached
as Tab T, whath s L 1 baard wa U @.m{memu. Qanan da
Sadudrde. cCtloshad e Yed T,

A System for Recommending Performance Awards

Following completion of all PAR's on SIS members for which the
rating officer is responsible, the rating officer will determine which
515 officers should be recommended for a performance award. While the

PAR will be the primary basis for determining eligibility for an award,
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the rating officer nust also take other léss tangible factors into
consideration in formulating and presenting recommendations for performance
awards and stipends.

Recommendations for performance awards, while based on overall
performance and the contributions made to the Agency and to furthering
its basic miséion, must be made in Fonsideration of the limit on the
numbexr of such awards which can bé made (i.e., 50 percent of the number
of authorized ES positions). Alse,determination of the Class of award
(A, B, or C) should be made in recognition of the Agency-prescribed

ceiling on the number of awards in each class which can be approved.

The ceiling for each Class of award, expressed as a percentage of the

" total awards which can be granted, is summarized as follows:

STATINTL

Class A - 25 percent
STATINTL
Class B - 30 percent
Class C - 45 percent
Total

Based on a current ceiling of - ES positions, the actual number of
awards of each clasg which could be granted is shown parenthetically. i
The process through which recommendations for awards are made,

reviewed, evaluated, and approved——including responsibilities related

thereto——is as follows:

Supervisor

ST L e tra

~- Prepares PAR(s) on SIS member(s) under _his.direet—-supervision,
evaluating performance against the agreed upon Advance Work

Plan.
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== Determines whether overall perforﬁance during the past year
_‘warrants a recommendation for a performance award.
~— If a performance award is not considered appropriate
based on performance in relation to other SIS members
and recognizing the limitation on the number of awards
which can be granted, no further action is fequired.
—~ If a performance awargxis considered justified, a
determination is made as to whether a Class A (20 percent),
Class B (12 percent), or Class C (7 peréent) award
should be recommended. This determination should be
based on the SIS member's overall performance and
contributions during the past year and in consideration
of the‘Agency ceiling on the number of awards of each
Class that can be made annuaily.'
== The performance award recommendation(s) will be forwarded
to the PAR reviewing official for endorsement to the
operating official concerned. If a performance award

is recommended for more than one SIS member, the awards

will be prioritized.

Reviewing Officer

=~ Reviews the PAR.
—= Comments In each case on the recommendation (or absence

of a recommendation) by the Rating Officer for a performance

.
3
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award, indicating concurrence or noncurrence (and the
reasons therefore in the latter case) with the recom—
mendation and if applicable on the prioritizationm by the
Rating Officer.

—— Forwards the PAR(s) and recommendation(s) to the Operating

Official.

Operating Official

—=— Reviews the recommendations for performance awards
for all SIS members assigned to his component.

—— Comments on the appropriateness of the performance awards
(including the class of award) recommended by first line .
supervisors in his component.

-— Prepares a prioritized listing of those SIS members in
his component for whom performance awards are recommended.

The list may not include more than 60 percent (with frac-~

tions rounded to the next whole number) of the SIS members

assigned t&‘the component. The number of Class A and Class B ~

awards may not exceed the Agency-prescribed ceiling for these

twvo classes (i.e., Class A — 25 percent, Class B — 30 percent).
=~ Forwards the list of SIS members endorsed for performance

awards to the Directorate Performance Review Committee.

Directorate Performance Review Committee

~~ Reviews the recommendations endorsed by Operating Officials.
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Comments on the appropriateness of performance awards (including
the class of award) endorsed by operating officials.
Prepares a list of SIS members in the Directorate recommended
for performance awards. The list may not include more than
55 percent of~the SIS membérs assigned to the Directdrate
as of 1 October. The number of Class A and Class B awards
may not exceed the Agenc;;prescribed ceiling fof these two
classes (i.e., Class A — 25 percent, Class B — 30 percent).
The total list need not be prioritized, but the lower
one-third should be arranged in priority order with the
most deserving SIS member listed first.

Identifies those SIS members recommended for performance
awards who should also be recommended for either a
Meritorious or Distinguished Executive award. Prepares
formal recommendations for such awards. The number of
recommendations for Meritorious Executive awards may not
exceed 10 percent of the number of performance awards
endorsed by the Committee. The number of recommendations
for Distinguished Executive awards is limited to two.
Forwards the list of those SIS members recommended for
performance awards, and for Meritorious Executive and
Distinguished Executive awards to the Agency Performance

Review Board.
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Agency Performance Review Board

—— Reviews and evaluates recommendations endorsed by the
Directorate Performance Review Committees and submits
consolidated and prioritized recommendations to the DCI

for approval, as follows:

Performance Awards

-~ Prepares a list cf those SIS members recommended
for performance awards. The number of such
recommendations may not exceed 50 percent of the
authorized ES positions of record as of 1 October;
and the number of Class A and Class B awards may
not exceed 25 percent and 30 percent respectively
of the total awards recommended. The total list
need not be prioritized, but the lower 10 percent‘I
should be arranged in priority order with the most
deserving SIS member listed first.

—— The list of SIS members recommended for performance
awards will be accompanied by a second list which
will include those SIS members recommended for
awards by Directorate Performance Review Committees
but which could not be accommodated within the
limitation on the total number of awards that can
be authorized. The first half of this second list
will be arranged in order of priority with the

most deserving SIS member listed first.
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Meritorious Executive Awards

~~ Prepares a‘prioritized list of SIS members recom—
mended for Meritorious Executive Awards. Additions
to or deletions from the similar lists submitted
by the Directorate Performance Review Committees
will be explained. The number of Meritorious
Executive Awards may not exceed 5 percent of the

total number of SIS members as of 1 October.

Distinguished Executive Awards

~- Prepares a single prioritized list of SIS members

‘ recommended by Directorate Performance Review Committees
for Distinguished Executive Awards. Thé number of
Distinguished Executive Awards may not exceed 1
percent of the total numbér of SIS members as of
1 Octobef. Any SIS member recommended but not
approved for a Distinguished Executive Award will
be given priority consideration for a Meritorious

Executive Award.
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CONVERSION TABLE
{October 1978 Salary Scale)

FROM

EP

SPS

General Schedule

TO

SPS=1
SPS-2
SPS-3

SPS—4
SPS-5
SPS-6
5PS-7
SPS-8
SPS-9
EP-V  (§47,500)

EP-IV ($50,000)

($44,756)
($46,248)
($47,740)

($49,232)

($52,429)

($54,177)

($55,925)
($57,673)

($61,449)

GS~16/1 ($44,756)
G5-16/2 ($46,248)
GS-16/3 ($47,740)

GS-16/4 ($49,232)

 GS-16/5 ($50,724)

Gs-16/6 ($52,216)

GS-16/7 ($53,708)
GS-16/8 ($55,200)

GS-16/9 ($56,692)

GS-17/1 ($52,429)

GS-17/2 ($54,177)
6s-17/3 ($55,925)

GS-17/4 ($57,673)

GS~17/5 ($59,421)

N s N Nt N A

GS-18 ($61,449))
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ES~1 ($44,756)

ES-2 ($46,470)

ES-3 ($48,250)

ES-4 ($50,100)

ES-5 ($51,800)

ES-6 ($52,800)
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PROPOSED INITIAL.ENCUMBENT CONVERSION TABLE

FROM
EP SPS . General Schedule TO

SPS~1 (§44,756) GS-16/1 ($44,756) ES-1 ($44,756) ‘

SPS-2 ($46,248) GS-16/2 ($46,248) ' ES-2 ($46,470)

SPS-3 ($47,500) GS-16/3 ($47,500) . )

SPS—4 ($47,500) GS-16/4 ($47,500) )

, GS-16/5 ($47,500) )

SPS=5 ($47,500) GS-16/6 ($47,500) GS=-17/1 ($47,500) ) ES-3 ($48,250)

SPS—6. ($47,500) GS-16/7 ($47,500) GS-17/2 ($47,500) )

SPS-7 ($47,500) GS-16/8 ($47,500) GS-17/3 ($47,500) )

SPs-8 ($47,500) GS-16-9 ($47,500) GS-17/4 ($47,500) )

'SPS-9 ($47,500) GS-17/5 ($47,500) GS-18 ($47,500)  ES-4 ($50,100)

. €

EP-V ($47,500) ES-5 ($51,800)
EP-IV ($50,000) ' ES-6 ($52,800)
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Rate (Salarz)
ES~1 ($44,756)

4

ES-2 ($46,470)

ES-3 ($48,250)

+ Es~4 ($50,100)

ES-5 ($51,450)

ES-6 ($52,800)

SENIOR INTELLIGENCE SERVICE

Performance Awards Schedule

A (207) B ?i;§§ [N i3]
$ 8,951 $ 5,370 $ 3,133
- $ 9,294 $ 5,577 $ 3,253
'$ 9,650 $ 5,790 $ 3,392
$10,020 | $ 6;012‘ $ 3,507
s;o,zgo $ 6,174 $ 3,602
$10,560 $ 3,696

$ 6,336
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Date
ROUTING AND TRANSMITTAL SLIP
9 August 1979
TO: (Name, office symbol, room number, (/ Initials | Date

vilding, Agency/Post) 9 AUG 1(}7(
3. Acting Director of Persommel

. Rm. 5E13, Hqi?ﬁﬁs 76Z¢¢{L6fa

3.
4 - N
N \ 3 .

- 8. 27 oA / %ﬂ,y vé.;'(f )
Action L~ [ rite ¢ INote and Retum
Approval For Clearance Per Conversation
As Requested ] For Correction ’ Prepare Reply
Circulate For Your Information See Me
Comment Investigate Signature
Coordination Justify

i Hv

Attached for your information is the promised
copy of the paper on the SIS which deals with
conversion, awards, and a suggested system for
reconmending awards. This is of course. very
rough, but indicates in very general terms our
present thinking. It also sizes the potential
cost for what would be our initial SIS -cadre,
and includes a suggested awards profile based on
an assumed awards schedule. L

OT usa this form as a RECORD of approvals, concurrences, disposals,
clearances, and simifar actions

0OM: (Name, org. symbol, Agency /Post) Room No.—Bldg.

I cb/Adnin Group/ 4E20, Hgs.

0/Compt

5041~102 OPTIONAL FORM 41 (Rev. 7-76)
Prescribed bﬁ GSA
# 1.6, GOVERNMENT PRINTING OFFICE: 1979-—281.(84/1 FPMR (41 CFR) 101-11.206
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